Abstract. The aim of this inquiry is to investigate the relationships among the antecedents of
Introduction
The refinement of the knowledge sharing environment is distinguished as one of the most vital resources for the growth of world class higher learning institution, especially when the higher education sector in a country like Malaysia is continuously spreading out. The Ministry of Higher Education (MOHE) reports that more than 900,000 students pursuing higher education in 20 public universities, 33 private universities and university colleges, 4 foreign university branch campuses, 22 engineering schools, 37 community colleges and nearly 500 private colleges. In this context, knowledge sharing among the non-academic, administrative staff has been pertinent since these non-academic staff play an important role in serving their internal and external customers. Therefore, this research will produce a conceptual model that mixes all the related antecedents of knowledge sharing effectiveness by focusing on their (non-academic staff) perceive behavioral and attitudinal pattern of knowledge sharing practices.
This combination of the derivation of this type of conceptual framework is required by the authorities of higher learning institutions in order to explore in details about the nature of knowledge sharing among the non-academic staff from higher learning institution perspective. Sharing of knowledge among the administrative staff is vital in confronting the new challenges to fulfill their respective client's needs. Such an understanding will help the managers and the policy makers of a higher learning institution to foster its organizational success and their sustainability in the longer term (Fong et al, 2011) . Results from previous empirical study revealed that there is a significant relationship between the attitudes of knowledge sharing and their intention to share knowledge (Bock and Kim, 2002; Yaghi et al., 2011) . For instance: the findings by Ellahi and Mushtaq (2011) asserted that the attitudes of bloggers, towards knowledge sharing, significantly affected their intention to share knowledge in blogs. In addition, learning organization is the result of the whole process of an organization where employees intention or willingness to share their knowledge to optimize the organizational learning process which may convert the tacit knowledge into explicit knowledge. As a result, everybody in the organization needs to share the information (Howard, 2002 ).
Yet, research on testing the influence of all cultural elements in the establishment of the antecedents of knowledge sharing effectiveness is beyond the range of this study due to time, resource and scope constraints. Previous empirical findings report that workplace spirituality, leadership skill, motivation and trust among the staff, enhance the knowledge sharing effectiveness in an organization (Bratianu and Orzea, 2011; Lilleoere and Hansen, 2011; Politis, 2003; Gruenfeld et al., 1996; Smith and Rupp, 2002; Connelly and Kelloway, 2003; Syed-Ikhsan and Rowland, 2004; Goh, 2002; Long and Mills, 2010; Mitchell and Boyle, 2009; Tse and Mitchell, 2010) . Evidence from past empirical research also explains that the influence of social networks has also played an important role in knowledge sharing effectiveness among the staff in an organization (Bose and Scheepers, 2007; Cross et al., 2002; Tsai, 2001) . Thus, this research will thus propose a model by empirically examining the degree of relationship of trust, motivation (intrinsic and extrinsic), leadership style, workplace spirituality and social network towards knowledge sharing effectiveness among nonacademic administrative staff of higher learning institutions. The result of this inquiry may add value in offering guidelines for the higher learning institutions as well as the policy makers to understand the antecedents of knowledge sharing effectiveness under the position of non-academic staff of higher learning establishments in Malaysia, which were not previously searched. The propose research may definitely contribute for both academics and practitioners in various aspects. From a theoretical view, this research will provide a comprehensive understanding of the direct impact of workplace spirituality, leadership skill, motivation, trust, social network on knowledge sharing effectiveness. This research also tested the mediation role of perceived risk, communication skills in between, trust and leadership style (See figure 1) in higher learning institutions context which were not explored yet. In terms of practical implications, the findings of this research will definitely assist the authorities of higher learning institutions to initiate and maintain a knowledge sharing environment in their respective department by focusing on the significant factors explore from this research. The random sampling method was adopted where non-academic, administrative staff of the selected public and private higher learning institutions in Malaysia was taken as the unit of analysis. The data were analyzed by using descriptive statistics followed by exploratory factor analysis (EFA), confirmatory factor analysis (CFA). In addition, structural equation modeling (SEM) was employed to examine the full structural model. This research will respond to the following research question:
How the antecedents of various cultural elements do relate to knowledge sharing effectiveness among non-academic, administrative staff of higher learning institutions in Malaysia?

Conceptual framework development
Knowledge sharing is an operation of exchanging knowledge with others (Davenport and Prusak, 1998) . This affirms that knowledge sharing is a collective function of the members of an organization (Van den Hooff and De Ridder, 2004) where the members are practicing a standard set of values and rules that are apportioned by the group member in an organization. Therefore, knowledge sharing effectiveness provides a system of rules that gives a direction for an action to accomplish the organization's pre-specified objectives (Hofstede, 1991; Kotter and Heskett, 1992; Meek, 1988; Rousseau, 1995) . Thus, the significance of cultural elements is ensuring the knowledge sharing effectiveness, which has widely researched under various research scopes (De Long, 1997; Gold et al., 2001) . The bulk of research in this area suggests organizational cultural elements are the possible basis for success or barriers for the processes of knowledge sharing environment in an organizational climate (De Long and Fahey, 2000; McDermott and O'Dell, 2001; Smith, 2003; Janz and Prasarnphanich, 2003) . The next section will explain the role of those significant elements that relates to knowledge sharing effectiveness among the members of an organization with respect to develop the conceptual framework of this research (See Figure 1) .
Trust, perceived risk and knowledge sharing effectiveness
Trust can be defined as:
"The extent to which one is willing to ascribe good intentions and have confidence in the words and actions of other people" (Cook and Wall, 1980) McEvily et al. (2003) explore that trust variable plays an important role towards knowledge sharing effectiveness in an organization. Numerous researchers also agreed that trust is an essential ingredient for building a knowledge base organization with the work groups. Previous research also shows that trust leads to an increase in overall knowledge sharing intensity among the members of an organization (Mayer et al., 1995; Szulanski et al., 2004 , Adler, 2002 De Long and Fahey, 2000; Hinds and Pfeffer, 2003; Van den Hooff and Van Weenen, 2004; Lin, 2007 and Hislop, 2003) . However, the role of perceived risk by the member of an organization may act as a mediating function in between, trust and knowledge sharing behavior in an organization where this research will further investigate (Newell et al., 2002) . Consistent with these above arguments, findings, the following hypothesis are formulated for further empirical examination:
Hypothesis 1(H1): Perceived risk significantly mediates the relationship between trust and knowledge sharing effectiveness among the non-academic administrative staff of higher learning institutions.
Leadership style, communication style and knowledge sharing effectiveness
Leadership has considered an important element in the success of a knowledge-based institution. There is a significant relationship exists between leadership styles and the success of knowledge sharing environment (Mitchell and Boyle, 2009; Tse and Mitchell, 2010; Pieterse et al., 2010; Shin and Zhou, 2003) . Bollinger and Smith (2001) identify the function of leadership style in order to establish a culture that may enhances to create an environment for knowledge sharing. They also explore that the effective leadership style through a proper communication techniques by a leader in an organization will push in the retention of its existing human resources, and building a strong commitment among the member of an institution. Bukowitz and Williams (1999) explain that in a knowledge intensive organization, leaders are no longer play a role of the source of knowledge rather they always adapt with valuecreating knowledge sharing environment for attaining the organizational purposes. That is why leadership capabilities in communication skill can play as an enabler role in an organization of a successful knowledge sharing management (Suri Babu et al., 2007a, b, c, d, e; Nonaka and Konno, 1998) .
Thus leader's communication skill is one of the important factors which may significantly influence the strength of the relationship between leadership style and knowledge sharing effectiveness in an institution. According to Axley (1996) communication is not only the combination of oral presentation and writing ability rather it is more extended to a person listening skill as well. Therefore, research has already disclosed that a majority portion of individual listens less effectively than they suppose. So listening is an essential and valuable skill for the managers that may enhance their communication skill (Cohen, 1988) . Based on the above discussion following hypothesis is developed for further empirical investigation:
Hypothesis 2 (H2): There is a significant relationship between leadership style and knowledge sharing effectiveness among the non-academic, administrative staff in higher learning institutions when communication skill significantly mediates the relationship.
Motivation and knowledge sharing effectiveness
Motivation is recognized as one of the important influences antecedents on knowledge sharing effectiveness in an institution. categorize two types of motivation for instance: intrinsic and extrinsic motivation. Extrinsic motivation defines as individuals to live up to their needs ultimately by getting supplementary resources such as money, advancement opportunities and other nonfinancial resources (Deci, 1976) . On the other hand, intrinsic motivation can be defined as an action by an employee who is valued for its own sake and appears to be a self-sustaining for him/her (Deci, 1976) . In addition, Lindenberg's (2001) divide intrinsic motivation with normative (i.e., sense of conformity with personal and social norms) and hedonic (i.e., meeting in self-determined, individual capability and enjoyable activities) (Kreps, 1997; Azman et al. 2013) . That is why suggest that intrinsic motivation is more important when sharing tacit knowledge. Grounded in the above discussion following hypotheses are formulated for further testing:
Hypothesis 3(H3): Intrinsic motivation significantly relates knowledge sharing effectiveness among the non-academic, administrative staff in higher learning institutions.
Hypothesis 4 (H4): Extrinsic motivation considerably affects the relationship towards knowledge sharing effectiveness among the non-academic administrative staff in higher learning institutions.
Spirituality in workplace and knowledge sharing effectiveness Every human being receives its own emotional quality which is embedded by spiritual intelligence as it represents the mixture of goodness, honesty, attractiveness and sympathy (Zohar and Marshall, 2004) . In this aspect, workplace spirituality can be highlighted through two different looks. The first single is the individual's staff experience with his/her inner feelings (Kinjerski and Skrypnek, 2004) and the second one is his/her workplace experience (Jurkiewicz and Giacalone, 2004) . Workplace spirituality influences the attitudes of the employees to formalize a learning organization where knowledge sharing plays a significant role (Milliman et al., 2003; Vasconcelos, 2013) . Based on the previous discussion the following hypothesis can be developed for further empirical test:
Hypothesis 4(H4) : There is a substantial relationship between spirituality in the workplace and knowledge sharing effectiveness among non-academic administrative staff in Higher learning institutions.
Social network and knowledge sharing
Social network plays an important tool that visualizes knowledge and the relationships between people within the departments (Cross et al., 2002) . Helms and Buijsrogge (2006) remark that using social networking in an organization is rooted through the shared knowledge from the experts to the non-experts through lively participation. According to Wellman et al. (1996) computer-mediated communication media such as Facebook, Hyves, and LinkedIn may help every individual in an organization an unprecedented power to connect with each member where various online social networks play a significant role. Research by McCarthy et al. (2008) observes that online sharing of information generates strong relationship in the workplace. This relationship improvement had an indirect benefit to professional relationships among the staff of an organization (Viadesk, 2011) . This leads to test the following hypothesis:
There is a significant connection between social networks and knowledge sharing effectiveness among non-academic, administrative staff in institutions of higher learning.
Having looked through all of these previous resources; this study would like to propose the following model for further empirical investigation: 
H5
Research methodology
This study covers the non-academic staff from different higher learning institutions in Malaysia. This research covered a standard amount of respondents (200) through a cross sectional approach from different public and private universities in the Klang Valley area in Malaysia. Our propose sample frames included the non-academic, administrative employees who are playing in various administrative posts at different public and private universities in Malaysia. A sum of 200 respondent's responses was accumulated for final data analysis. This research used a multivariate data analysis methods to bring up the raw information into a pattern that made it easy for the researcher and reader to infer the direction of the research output. In this study, seven point-Likert scale was used in questionnaires. The respondents who completed the questionnaires in this research were allowed to put their answer anywhere on the scale (1= Very strongly disagree; 7= Very Strongly Agree). More importantly seven points Likert scale with all points labelled were used for the collection of the data as this type of scale is widely applied by management researchers which actually allows for a stage of intensity and feelings to be conveyed.
In order to operationalization of the constructs, this research adapted scales from Kuo (2013) research for measuring trust and perceived risk (Trust-Tr-3 items; Perceived Risk-Pr), Akhavan et al., (2013) research for measuring intrinsic and extrinsic motivation (Intrinsic Motivation-Int-4items, Extrinsic Motivation-Extrn-4 items), Hoch (2014) for measuring the leadership style (lead-4 items), Snyder and Lee-Partridge (2013) research for measuring communication skill (Cs-4items), Zabriskie (2005) research for measuring spirituality(Ws-4items), Panahi et al. (2012) study for measuring online social network variable. In the first phase of the data analysis this research will utilize confirmatory factor analysis (CFA) to support the factor structure. Hence, in this study structural equation modeling were employed to test the hypothesis. In evaluating the "goodness of fit" this research used fit indices included in the comparative fit index (CFI); the goodness -of-fit index (GFI); the normed fit index (NFI); Tucker Lewis Index (TLI) and the root mean square error approximation (RMSEA).
Data analysis Reliability and Validity tests
This research used reliability and validity to examine the constructs (see Table 1 ) with multivariate data analysis measures. To evaluate the inner consistency of the data Cronbach's α was applied to of these study scales (Nunnally, 1978) . The result of Cronbach's α of each constructs produce a satisfactory outcome with values, not below 0.75 indicates a satisfactory internal consistency of the data under each construct (Cuieford, 1965) . The results from confirmatory factor analysis reflect that all the item loadings under each construct are significant (See Table 1 ). The convergent validity of the scales was achieved through by examining the results of average variance extracted (AVE). All the constructs respective AVE is greater than 0.5 shows the scales have sufficient convergent validity. The construct validity was tested by testing the pooled measurement model (See Table 3 and Figure 2 ). All the respective goodness of fit achieves the threshold suggested by Hair et al. (1995) . To achieve the discriminant validity, researchers analyzed the average variance extracted which must exceed the square of the constructs respective correlations (See Table 2 ). Therefore, all the constructs in this research reflect both convergent and discriminant validity. Hair et al. (1995) .
Hypotheses testing
In the proposed conceptual framework, trust, intrinsic motivation, extrinsic motivation, leadership style, workplace spirituality and social network are considered as exogenous variable, and knowledge sharing effectiveness among the non-academic staff of higher learning institutions is considered an endogenous variable, while perceived risk and communication skills were considered as a mediating variable. The outcomes of the overall fit of the model are highlighted in table 4. The results of absolute fit measures (GFI = 0.945, AGFI = 0.937 and RMSEA = 0.063) represent that the full structural model meets the recommended levels which fit satisfactory for the sample data. The Chi-square/DF also indicates a well fit at 2.80. Thus the researchers concluded that the proposed model preserves the construct validity. Figure 3 reflects the factor loadings of the items under each construct. All the loadings are significant under each construct (See Figure 2 ) thus indicate the unidimensionality of the measuring items. The results from the structural equation model highlights that all the relationship are significant except the relationships between leadership style and knowledge sharing effectiveness. Therefore, this research accepts hypotheses H2, H3, H5 and H6. Source: Adapted from Hair et al. (1995) . For testing the mediation impact of perceived risk in between the relationship of trust and knowledge sharing effectiveness this research adopts Baron and Kenny's (1986) research. They proposed that a variable function as a mediator when it achieves the following three criteria: (1) The exogenous variables significantly influences the mediating variable (2) The mediating variable significantly influences the dependent variable (3) When condition one and two are controlled, a previously significant relationship between the exogenous variables and the endogenous variable is no longer significant. Based on the above rules suggested by the scholars, this research revealed that the relationship between trust and perceived risk is a significant relationship (β =. 655, CR = 8.581, P=0. 000). In summation to the influence of perceived risk on knowledge sharing effectiveness also significant (β =. 243, CR = 2.556, P=0. 016).
So, when these two relationships were controlled for, a previously significant relationship between the exogenous variables and the endogenous variable is no longer significant. As a result, this research explored that the perceived risk plays a strong mediator in between the relationship of trust and knowledge sharing effectiveness among the non-academic staff of higher learning institutions. As a result this research accepted H1. The direct effect of leadership style on knowledge sharing effectiveness was tested as a first step. Here the path was not significant (see table 4 ). After introducing the mediator variable (i.e. Communication skill), this relationship became significant, indicating that communication skill has a fully mediating effect in between the relationship between leadership style and non-academic staff knowledge sharing effectiveness (See Table 4 ). As a result the outcome of this research accepts H2.
Discussion, implications, and future studies
The findings of this research extensively link with the prior understanding of knowledge sharing effectiveness, especially in a higher learning institutions context under a particular environment; unfolding that all the variables play a significant direct relationship with knowledge sharing effectiveness except leadership style within the scope of non-academic staff of higher learning establishments. The role of trust play as a significant influence on non-academic staff knowledge sharing effectiveness in higher learning institutions when perceived risk play as a mediating role. Thus, the present research contributes to the knowledge sharing field by offering an inner understanding of trust by considering the perceived risk of staff for the purpose of knowledge sharing effectiveness within their colleagues. As a result the mangers and the policy makers need to minimize the perceived risk in order to enhance the development of trust within the staff of the institutions.
The findings of our study also proved the necessity of extrinsic (i.e. Wage increase, promotion etc.) and intrinsic motivation (i.e. Positive feelings of helping others, enhancing institutional capabilities, and so forth) in expanding the knowledge sharing effectiveness among the non-academic staff of higher learning institutions. So managers need to point out the desire motivational instrument (i.e. Tangible or intangible) of each individual employee for optimizing the knowledge sharing effectiveness.
This study also offers a contribution to knowledge sharing effectiveness by linking the relationship between leadership style and knowledge sharing effectiveness where communication skill applied a crucial mediation variance between these relationships. The researchers considered that by looking into the influence of leadership style as an antecedents of non-academic staff knowledge sharing effectiveness and the mediating role of the communication skill's effect; not only help higher learning institutions to understand how much the staff consider the presence of communication skill require by the leaders to facilitate the cultivation of knowledge sharing among the employees. Thus the mediating effect of communication skill between leadership style and knowledge sharing effectiveness shows that the effectiveness of knowledge sharing can largely influence that variable (i.e. communication skill of the leaders). The role of communication skill among the managers is an essential factor to enhance staff knowledge sharing effectiveness in the Malaysian higher learning institutions. Particularly, the policy makers of higher learning institutions should pay more attention to the communication skill of the unit managers. By improving the communication skill, managers under a different department of higher learning institutions may foster pleasant conditions that inspire their sub-ordinates to effectively share their knowledge with others.
The outcomes of this research also indicate that workplace spirituality has a significant positive relationship with non-academic staff knowledge sharing effectiveness. Based on this relationship, the researchers argue that when the staff has the higher affective and normative commitment then they will feel a sense of community relationship among their colleagues which may turn a unique environment of knowledge sharing among the staff. Therefore, the management of higher learning institutions needs to create a work-environment where the sense of community among the teams, feeling of respecting others values, feelings of respecting the institutional values, tended to assist others colleagues and experience of enjoyment of the workplace may exist.
Above all, this research also examined the extent of the relationship between online social network and knowledge sharing effectiveness. The result of this research explored that there is a strong relationship between use of online social networking and knowledge sharing effectiveness. Our findings suggest that the majority of the respondents agreed that sites such as LinkedIn and Facebook or the Whatsapp application are valuable components to effectively operate the knowledge sharing culture in the work environment. So this research suggests that managers of higher learning institutions should promote the use of various online communities as practices of their daily jobs.
Due to the constraints of data collection in the sector of higher learning institutions, the future research might be conducted on a comprehensive sample from department wise by adding others antecedents of knowledge sharing effectiveness in order to extend the study in these areas. Future studies should also be undertaken by using different measurements for motivation by looking at the role of Gender as a moderately effective. The above mentioned limitations may influence others researchers to conduct further empirical examination in this area to contribute knowledge sharing research in higher learning institutions. Finally, this research provides an empirical support that shows the combined effects of all the major antecedents of knowledge sharing effectiveness under the perspective of nonacademic staff of higher learning institutions.
